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I • ABSTRACT 
Protection of children who are being neglected or 
abused demands skilled assessment and intervention. There 
are many implications in delivering effective services in 
a child welfare system that is over represented with 
ethnic minority clients and their children.; 
Multi-cuitural awareness, and cultural sensitivity 
providedjthrough experience and training are essential 
towards eguipping the front-line social worker with, the 
skills to intervene effectively. 
This study addresses the lack of effective training 
and awarpness of Ethnic-Sensitive Practice in the social 
work profession that contributes tremendously to job 
performahce limitations among children's: social workers 
working for the Los Angeles County Department of Children 
and Family Services. Children's social workers completed 
i . . ' . 
self-administered guestionnaires to measure cultural . 
competen(pe and the effectiveness of training provided. 
TheIobjective of this study was to improve treatment 
provided to multi-cultural families^ in the welfare system 
by improving training and awareness in regards to 
cultural sensitivity. Pearson's r correlations were used 
to evaluate association in, the Cross-Cultural Awareness 
rxi 
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Scale, the Occupational Barriers to Training Scale, the 
Organizatiional Barriers to Training Scale and the 
Self-Evaluation Scale. T-tests and one-way analyses of 
variance '(Anova) were used to evaluate the importance of 
demographics and descriptive variables upon the responses 
to the scales included in the self-administered 
i 
questionnaire. 
Resiilts from this study showed that older 
1 , , 
participants, and those who had worked for a longer 
length ot time at DCFS, reported more organizational 
barriersi.to training than did younger participants and 
I . 
those who had worked less time at DCFS. Similarly, 
participants who,reported having undergraduate degrees 
reported! more organizational barriers than did those with 
Masters level degrees; Master's level participants also 
had highler self-evaluation scores than did the 
undergraduate level participants. Additionally, ethnic 
differences were found in cross-cultural awareness and 
perceivejd occupational barriers, with Asians reporting 
. i 
more baririers than African Americans and European 
! 
Americarls, and greater cross-cultural awareness than 
Latinos 
IV 
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j CHAPTER ONE 
I INTRODUCTION 
I Problem Statement 
As riore social service agencies continue to assume 
i 
global strategies and operate in international arenas, 
the need|for effective multi-cultural training 
development and multi-cultural awareness among children's 
j ' . . 
social wbrkers continues to be stressed. Ayonrinde and 
Oyedeji (1999) state that the challenges and limitations 
of those'Working with minority ethnic populations have 
received I wide coverage. Most current research discusses 
the challenges posed by ethnic and cultural differences 
or similarities and the need for awareness of 
ethnic-sensitive practice. 
The:challenges of providing effective and culturally 
sensitive services to families in the child welfare 
j : 
system is a critical obstacle that keeps children's 
social workers from meeting the needs of a culturally 
diverse population. The child welfare system in the 
United States has many ethnic minority clients and the 
number of minority children in the system is expected to 
increase: (Hogan & Siu, 1989). With this,increase in 
            
              
minority 'clients, the need for effective, training and , 
awarenes^ of ethnic-sensitive practice among social work , 
professidnals likewise.increases. The overall objective 
of providing effective training is to improve services, to 
ethnic-minority clients by positively influencing^ the 
cross-cultural sensitivity, attitudes, and corairiunication 
skills of children's social workers. 
The tissue that this, study seeks to address is: the 
lack of effective training and awareness of 
ethnic-sensitive practice in the social work profession 
that contributes tremendously to job performance 
limitations among children's social workers working for 
the Department of Children and Family Services (DCFS). 
Since social work practice within the DCFS in Los Angeles 
, i . , , . , , • 
County involves working with children and families,with 
expansive cultural diversities, it is essential that 
family dynamics, intergenerational struggles., and 
culturaljroles be well,understood by the average 
children's social worker. 
Job performance limitations in the social, work 
' , i , ' , . ' . , . ' , . , 
setting negatively impact staff in supervisory positions, 
the working environment of co-workers, and the success of 
the populations served. Job performance limitations are 
               
                
               
evident in the inability of the children's social worker, 
. • • I . • , , . ^ . . . 
to provicie adequate, sensitive services to ethnically 
r' • . ' _ ' ; ^ ; 
diverse client's (Hogan. & Siu,. 1989). These limitations . 
may lead I to unmanageable case loads and chaos.in the 
working environment of co-workers. Job performance 
limitatipns include the inability to communicate 
effectively, the inability to recognize the differences 
in cultures that require different approaches to 
I ' , - - . 
resolving problems, and the inability to view a situation 
in more than one way (Chandler, 1992). Additionally, in a 
highly changing society, multi-cultural awareness is a 
crucial concept that must be utilized by children's 
social workers on a daily basis to counteract the 
negativeieffects of the environment on those families 
served by the DCFS. The implementation of 
ethnic-sdnsitive practice in the Social Work profession 
is essential in understanding the concerns of other 
cultures land empowering them with the knowledge and 
resources to meet their own needs. To provide Children's 
Social workers with the skills that promote the principle 
of respedt for human diversity, effective training 
programs rmust be developed and implemented on a regular 
         
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I 
basis throughput the curriculum of the Social Work 
professicjn. 
According to Rouillier and Goldstein (1991), over 
the last'several years, organizational analysis has been 
reconceptualized from providing information about where 
and when .training was needed, to an examination of 
systemwide components that determine whether a training 
program Can yield behavior change on the job. Training 
courses should support the ethical direction of the 
agency, and training objectives should agree with 
departmeijital goals (Carnevale, 1990). Further, Black and 
Mendenhail (1990) conclude that the empirical research on 
cross-cultural training can be effective in developing 
skills, facilitating cross-cultural adjustment, and 
enhancing 
! job performance. • 
i Problem Focusj , ' 
Throughout the Los Angeles County Department of 
Children'and Family Services, social workers are 
I 
concerneii about the lack of multi-cultural awareness that 
is increhsingly demonstrated among fellow co-workers when 
I 
dealing with diversity in the families being serviced. 
The lack! of training for such awareness has become 
         
increasingly evident as co-workers have attempted to 
i 
deliver services to people of various cultural 
backgrounds for which they have little knowledge. 
i 
Barriers Ito effectively serving the needs of culturally 
i 
diverse fiopulations, are worldviews, values, attitudes, 
behaviors and cultural biases (Coll, 1998). These 
I 
barriers I pose limitations on job performance and produce 
I 
culturalidestructiveness (Chandler, 1992). Effective 
training I to assure multi-cultural awareness in the 
workplace is essential in helping Social Workers adapt to 
changing'environments and to serving families in the 
community with respect, understanding, and appreciation 
of personal cultural preferences. Aside from professional 
development, supportive supervision and job autonomy are 
effectivp contributors towards high levels of success, 
and cultpral competence on the job (Winefield & Barlow, 
i: 
1995). I 
I ' • 
Prejsently within the Department of Children and 
Family S'ervices, research specifically related to 
. 
multi-cu|ltural training and its effects on job 
I 
i 
performance is almost non-existent. A related study is 
presentiy being conducted by the Inter-University 
Consortium (lUC), in collaboration with the Department of 
  
    
     
 
 
 
 
 
Children land Family Services (DOES), on providing a, 
Culturallly Competent Casework training program. The lUC, 
has conducted yearly surveys for children's social 
workers in LA County to express their training needs, in 
hopes ofleliminating barriers that prevent staff from 
j ' 
attending training seminars (Donnelly, 2000). 
! 
Recently, in acknowledging problems with cultural 
. . I ■' 
competence, the LA County Department of Children and 
Family Services has sponsored a Cultural Competence 
Program. 'This LA County Cultural Competence Program 
provides'educational training via a Multi-Cultural 
Steering^Committee, and is undergoing developments to 
i ■ , . . 
organize!a. Conflict Resolution Team in 2001. In 
collaboration with the Office of Affirmative Action and 
California State Polytechnic University, the Department 
of Children and Family services (DCFS) has provided 
annual training titled Diversity and Unlearning Prejudice 
i ■ ' . ■ ■ 
■ ■ ■ ■ i ■ . ■ ■ " ■
Training^ and Strategic Communication Training. The 
Multi-Cu^Ltural Steering Committee is made up of 
I , 
represen;tatives of the eight regional offices in LA 
I " ■ • ■ ■ ' ■ 
County who assist in the annual Multicultural Conference 
that dealls specifically with diversity and cultural 
competenice. Lastly, a Conflict Resolution Team is being 
              
  
            
 
developeci to assist each region to offset major 
challenges and resolve conflict at a preventative stage, 
rather than in a re-active stage as attempted in the 
Department's past. Thus, by exploring this agency problem 
i ' 
and establishing the viability of increasing employee 
I 
awareness of ethnic-sensitive practice, future training 
programs^developed to enhance multi-cultural awareness 
may also'serve to emphasize principles that support the 
'department's goals without unethical contradictions. 
Based on the above areas specified, it was expected 
that this research project would begin to provide 
relevant• information to develop effective training that 
would provide: 1) approaches to multicultural issues that 
respect the contents of all cultures, 2) the ability to. , 
understand the needs and views of people from different 
cultural backgrounds, and 3) the conviction to eliminate 
personal! cultural biases and prejudice in the workplace 
i . ' ■' ' ■ ■ • ■ ■ ■ ' ■ ■ ■ ■and withj the communities served. 
i ' 
Thib study's primary research question thus was as 
follows: ' What are the perceptions of limitations in job 
performahce and effective training and awareness of 
ethnic-Sjensitive practice among Children's Social Workers 
working ifor the Department of Children and .Family 
7 
  
Services? Job Performance limitations exist in the 
worker's inability to effectively provide^ early 
intervention services in a culturally competent,manner 
due.to the agencies that fail.to value cultural 
diversity/ and thus undermine the worker's efforts 
(Green's/ 1982). 
   
          
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CHAPTER TWO 
REVIEW OF THE LITERATURE 
Meeting the needs of a culturally, diverse population 
Is a critical demand In, the social work profession. The 
need for ethnlc-sensltlve services and awareness Is 
Increaslhgly pertinent due to the growtjh of ethnic 
minority populations In the United Stat«es iHogan & Slu, 
1989). According to Green (1982), the liack of 
cross-cultural knowledge among practlcling social workers. 
and the persistence of Institutional fO|rms of 
discrimination and Insensltlvlty amplify the Importance 
i 
of the sbclal.work profession to acqulfe cross-cultural 
I . 
: i • ' 
knowledge, and capabilities. i 
I 
Currently, It Is presumed that thi Department of 
Children and Family Services has done little research on 
the significance between job performance limitations and, 
the lack of effective training on ethnlc-sensltlve 
• i ' ' 
practice; when working with multi-cultural populations. 
Although the Department of Children and Family Services 
: . ', j 
has not ;speclfIcally focused on this particular training 
need, the Inter-Unlverslty Consortium, has touched on 
this particular.training topic (Donnelly, 2000). The 
   
 
       
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Inter-University Consortium (lUC), comprised of the four 
graduate:programs in social work at California State 
University Long Beach (CSULB), California State 
University Los Angeles (CSULA), University of California 
Los Angeles (UCLA), and the University of Southern 
I , ' 
California (USC), offers the majority of training 
programs I within the DCFS. Additionally, the lUC has 
conducted yearly surveys for children's social workers to 
express their training needs and to provide feedback as 
to what iDarriers prevent staff from attending training 
seminarsL At this time the lUC is planning the next 
three-year cycle of training programs. In last year's 
survey conducted by lUC, ethnic-sensitive practice as a 
training topic was referred to as CuLturally Competent 
Casework. 
Most recent educational training topics provided to 
DCFS employees, are titled. Diversity and Unlearning 
j - • . - . 
I • • 
Prejudice, and Strategic Communication Training, 
j ' . ' 
developed by the LA County Cultural Competence Program. 
Also organized by the Cultural Competence Program is the 
Multi-cultural Steering Committee made up of . 
representatives from the eight regional offices in LA 
County. Another team that is presently being developed is 
i 10 
            
the Conflict Resolution Team, with a goal to assist with 
. 
major challenges regarding personnel issues. 
Strategically, LA county Department of Children and 
Family Services is looking at the next five years and 
working with a consultant to formulate a mission 
statement and proposal . regarding strategic planning and 
diversity issues* (Donnelly, 2000). 
Research regarding.employee competence and job 
performance have studied the population of child 
protective service workers in the county of San 
Bernardino, and among intake social service practitioners 
in child; protection services in a southern California 
county (Parras, 1998). 
The; studies measuring the effectiveness of cultural 
awareness training, cross-cultural competence, and 
employee- perceptions of their own cross-cultural 
competence, have studied the populations of social 
service agency employees in .Orange county, child 
protective services workers in, a central California 
county ahd school social workers'.in northern/central 
California, LA, Orange and San Diego counties (Wintering, 
1990). Present research being conducted by the 
Inter-University Consortium, includes a survey collected. 
11 
from children's social workers, in the county of Los 
Angeles for the purpose of measuring the effectiveness of 
training;and the barriers preventing staff from attending 
such programs (Donnelly, 2000). 
Research among child protective services workers in' 
San Bernardino County identified personal and 
organizational influences, as major contributors affecting 
worker performance and client outcomes. Organizational 
factors include inadequate training and unrealistic 
expectations among employees, leading to defensiveness, 
helplessness, and loss of self-esteem (Winefieldd & 
Barlow, 1995). Personal and professional self-growth,is. 
an essential component in the field of social work.. In 
order for the social worker to grow and learn more about 
their profession and the work they perform, they need to 
regularly attend classes and training in their field 
(Parras, 1998). When adequate training is not readily . 
available, worker performance and client outcomes will be 
gravely laffected (Parras, 1998; Wintering, 199.0). -
Previous research shows that the need for effective 
multi-cultural training and multi-cultural awareness in 
the social work profession is essential (Parras, 1998; 
Wintering, 1990). In addition to background and culture, 
"12 . . 
  
professional training influences the individuals 
understanding of human behavior and expectations 
regarding social interactions (Rounds, Weil, & Bishop, 
1994). Thus, practice methods that do not value certain 
behaviors in clients from some cultural groups, may be an 
ineffective training focus. Principles of cultural 
self-assessment, that is, recognizing and understanding 
the dynamics of difference, acquiring cultural knowledge, 
and adapting to diversity (Cross , Bazron, Dennis, & 
Isaacs, 1989), guide the development of preservice and 
inservice training. 
Ayonrinde and Oyediji (1999) describe the challenges 
posed by^ ethnic and cultural differences and similarities 
in the therapeutic process in the form of vignettes. 
According to Ayonrinde and Oyedeji (1999), the 
differences can be described as the specific needs of the 
clients that require culturally sensitive services to be 
' • j 
provided;. Examples of the specific needs include early 
intervention services, maternal prenatal care, prenatal 
nutrition, and adequate health care. Several authors have 
recommended services such as cross-cultural training, the 
hiring df more bilingual staff, information facilities 
13 
   
and accessible resources to meet the diverse gamut of 
needs (Bhui & Bhugra 1995; Littlewood & Lipsedge, 1997) .. 
Accbrding to research measuring employee competence, 
training!in the workplace is important to help 
organizations maintain productive working environments 
and to adapt to changing environments (Tannenbaum & Yukl, 
1992). Social workers need knowledge of family's 
struggles for survival in a cluster of governmental, 
educational, economic, and religious institutions that 
profess to serve the interests of the family but in 
actuality often transact with the family in ways that 
weaken it emotionally, financially, and structurally 
(Munson,! 1980). The goal of training is to facilitate the 
learning; of the organization and employees so that both 
may continue to perform in a competitive and changing 
work environment (Wintering, 1999). In recognizing the 
goal,.agencies must additionally assess how cultural 
beliefs .are reflected in their staffing patterns and 
hiring practices, relationships with the communities that 
they serve, and in agency policies and procedures 
(Rounds,! Weil, & Bishop, 1994). 
Barriers that impede on the children's social 
workers ability to effectively service the needs of 
- 14 
culturally diverse populations, are worldviews, values, 
attitudes, behaviors and cultural biases (Coll, 1998). 
Davis and Proctor (1989) describe how differences in race 
and culture between clients and practitioners influence 
interactions. 
According to Lewis and Hayes (1991) through the 
study of^ different cultures, one comes to recognize both 
the common and unique conditions and experiences, which 
all people share. Earlier research conducted by Green 
(1982) emphasizes that the best way to develop ethnic 
competency is to familiarize oneself with the literature 
on cultural differences and then to move beyond the 
agency and learn through direct observation and 
participation in daily routines. 
Research on barriers that prevent individuals from 
growing ;in cultural competence as social work 
professionals emphasizes the cultural destructiveness of 
attitudes, policies/procedures and practice (Chandler, 
1992). The cross-cultural social work model has many 
j 
implications for social work practice and education by 
emphasizing cultural variation in client needs as well as 
the need for modification of traditional intervention 
techniques and strategies (Chau, 199,0). The underlying 
15 
theories that have guided this study are those elements 
related; to supportive supervision, job autonomy, and 
professional development. Thus, the literature suggests 
that in order to provide services in a culturally 
competent manner, change must occur at the affective, 
cognitive, and skill levels (Minefield & Barlow, 1995; 
Parras,;1998). 
16 
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I CHAPTER THREE 
METHODOLOGY 
Study Design 
Thej purpose of this study was to explore the lack of 
effective training and awareness of ethnic-sensitive 
practice: in the social work profession that contributes 
to perceived job performance limitations among children's 
social workers working for the LA County Department of 
Children and Family Services. 
The^ type of research design that best- addressed the 
problem was a positivist approach, via the use of the. 
self-administered questionnaire. This particular paradigm 
allowed :the researcher to collect the data, using a 
non-interactive/objective approach, which in turn 
increased validity (Guba, 1990). In obtaining the data 
i ' ' ' 
from the- children's social worker's using a survey 
approach,' the researcher was able to determine the 
findings without being influenced by preconceived values 
or biases. Limitations of the study would be the 
reliability of the data based on the subject's 
willingness to be open and truthful in their responses. 
17 

 Thuis the main research question posed by the present 
study wa|s: What are the perceptions of limitations in job 
performance and awareness of ethnic-sensitive practice 
among children's social workers working for the 
Departmeht of Children and Family Services? 
I Sampling 
This study surveyed DCFS workers from two regional, 
offices :in the county of Los Angeles. The regional 
offices ithat were surveyed, are located in Pomona and 
Covina. The data were collected in the form of survey 
questionnaires distributed in the two regional offices. 
The. researcher distributed approximately 175.survey 
questionnaires. A total of 77 surveys went to the Pomona 
office,:and 98 went to the Covina office. The researcher 
received a total of 99 questionnaires, resulting in a blS 
response rate. 
The sample from which data were obtained was 
i 
I 
selected based on employment as a children's social 
worker for DCFS with a bachelor or master's level of 
college; education. Other employees working for the 
Department of Children and Family services with the 
18 
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positions of clerical, technical assistant or eligibility 
i . ' 
worker were.excluded from the sample group. 
I , 
Thb total number in the sample of children's social 
worker's involved in this study amounted to only about 
20% of nil children's social workers in Los Angeles 
County. I The small size of the sample was chosen due to 
i . ' . 
the time constraints of the graduate research project, 
i 
and theiconvenience in gathering the data at a location 
accessible to the researcher. 
Nihety-nine men and women (24 men and 75 women) from 
various 1 cultural backgrounds, recruited from two Los 
Angeles I regional offices of DCFS, completed a 
questionnaire packet consisting of questions relating to 
Cross-cultural Awareness, Occupational Barriers to 
training. Organizational Barriers to training and 
Self-Evhluation. 
Included in this sample were 24 African Americans 
i ' ' 
(24.2%) 6 Asian/Pacific Islanders (6.1%), 24 European 
Americans (24.2%), 39 Latin Americans (39.4%), 3 who 
j 
classified themselves as a combination of the above 
ethnic groups, choosing Mixed Ethnicity (3.0%), and 3 who 
classified themselves as Other (3.0%) and specified their 
I 
ethnicity with a derivative of the above ethnic groups. 
i . 19 ' 
       
  
  
 
 
No Natii/e Americans were reported and therefore did not 
generate on the frequency scale. Ages for the 
i ' ' , 
participants ranged from 24 to 55 (Mean = 39.7813, SD = 
11.1669). With respect to highest academic degree, 8 
participants had graduated with a bachelor's degree in 
social work (8.1%), 31 participants had graduated with a 
BA (31.3%), 5 participants had graduated with a BS 
(5.1%),;3 participants had a license in Marriage and 
Family Therapy (MFT) (3.0%), 33 participants had a 
masters^degree in social work (33.3%), 14 participants 
had masters degrees in an indicated discipline (14.1%), 
and 5 participants indicated their highest academic 
degree as (other) indicating one of the aforementioned 
degrees:with the inclusion of one participant with a 
judicial degree and another with an MPA (5.1%). Finally, 
number Of years employed by DCFS as a children's social 
worker ranged from 1 year to 37 years of employment (Mean 
= 7.7368, SD = 6.2317). 
I 
I 
I Data Collection and 
^ Instruments 
The data that were collected for this study was 
taken from survey questionnaires distributed to the 
Covina and Pomona DCFS offices. Participants completed a 
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demograjbhic questionnaire, a cultural awareness scale, a 
measure:of perceived occupational barriers, a measure of 
perceived organizational barriers, and an employee 
I • • ' ' ' 
self-evgluation. 
Examples of demographic variables that were included 
in the study were gender, age, ethnicity, highest level 
of education and number of years employed by DCFS. Other 
demographic variables inquired about present licensure as 
a LCSW, iMET or Clinical Psychologist, and if the 
participants had any future intentions of obtaining a 
clinicai license. 
' I 
Cultural awareness was assessed using a scale, 
adopted'from a Master's thesis, conducted by Evelyn 
Miller ;(1992). The present scale consisted of 16 
questions that measured perceived cultural competence. An 
average I question from this scale was as follows: The 
social porker can use the same techniques with all 
clients I.to counteract their distress. All questions were 
i ' 
! , 
measure.d using a' Likert-type scale ranging from 1 to 5, 
' ! , 
with one representing strong disagreement and five 
i . , ' 
representing strong agreement (see Appendix E). 
A hcale measuring perceived occupational barriers 
was adapted from the Inter-University Consortium training 
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program:(Donnely, ,2000). This scale consisted of 16 
questions measuring staff perceptions of on the job 
barriers that prevent them from attending cultural 
competence training. A typical question on this scale is 
as follows: Supervisors do not always support training 
(see Appendix A and B). All items were measured using a 
Likert-type scale ranging from 1 to 5, with one 
representing completely false, and five representing 
completely true. 
A scale measuring organizational barriers to 
training was completed by all participants. This measure 
consisted of five, questions (see Appendix E). An example 
of one of these items is as follows: The agency provides 
staff- members with adequate training to advocate for 
programs, policies, and services that directly or 
indirectly impact the cultural groups it serves. All 
items were measured on a Likert-Type scale ranging from 1 
j , , . 
to 5, with one representing strong disagreement and five 
I . , 
representing strong agreement. 
Lastly, an employee self-evaluation (Liederman, 
1993) instrument was also completed by all participants. 
This scale consisted of eight questions measuring 
participants' perceptions of their on-the-job performance 
' 22 
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(see Apl^endix C). An example of a question on this scale 
is as follows: How closely does case management and 
serviceidelivery consider the cultural factors of 
language, race, ethnicity, customs, family structure, and 
community dynamics? All items were measured using a 
Likert-type scale ranging from 1 to. 5, with one 
representing unsatisfactory performance and five 
represehting outstanding performance. 
! . Procedure 
The data for this research project were gathered 
using aiself-administered questionnaire (see Appendixes 
A, B, Cj D and E). Collection of this data took 
approximately one month. The researcher distributed the 
surveysito the subjects during their monthly unit 
meetings at the Pomona, and Covina offices of Los Angeles 
County Department,,of Children and Family Services. The 
researcher briefly, discussed the purpose of the study and 
gave each children's social worker a consent form and 
' I . ' 
I, • . . 
questioijinaire. The data were then collected after 
completion, during the time of the unit meeting. For 
those staff members who were unable to complete the 15-20 
minute questionnaire during the time of the meeting, a 
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self-addressed, stamped envelope was provided. A separate 
self-addressed, stamped envelope was provided to the 
■i ' ■ 
participants to return the signed consent form, both 
within a 2-week period. The convenience in collecting the 
data was made possible due to the researchers access as 
both an^employee and MSW intern at the two locations. A 
reminder letter was sent to participants specifying the 
importance of completing the surveys during the monthly
I ' ■ ' 
unit meeting; this was done to insure success in data 
collection. The researcher additionally made a follow up 
visit to each office. Agency permission to distribute and 
collectithe surveys was granted, and a letter of approval 
is attached to this proposal (Appendix H) . 
I Protection of Human Subjects 
The protection of the welfare and the rights of all 
participants in regards to confidentiality and anonymity 
via the I self-administered questionnaires were respected. 
All participants remained anonymous, as identifying data 
I 
was notjrequested and discussion of the nature of this 
study wqs not permitted. Any activity contrary to those 
previously specified resulted in immediate removal from 
24 
    
the study. All participants' answers were held in strict 
confidence. 
Thp Department of Children and Family Services 
j , " • 
(DOES) was presented with a proposal discussing the 
procedures that would be used in collecting and measuring 
the data to be studied before the research began. The 
study received official approval by the Regional 
Administrator of the Pomona and Covina DOES offices and 
was reviewed by the Institutional Review Board (IRB) in 
the Fall, of 2000, before initiation of,the data 
collection. 
Data Analysis 
The responses to the Cross-Cultural Awareness Scale, 
the Occupational Barriers to Training Scale, the 
Organizational Barriers to Training Scale and the 
Self-Evhluation Scale were analyzed using Pearson's r 
correlations to evaluate degree of association. T-tests 
were used to assess for demographic differences on the 
Cross-Cultural Awareness Scale, the Barriers to Training 
Scale, the Organizational Barriers to Training Scale, and 
the Self-Evaluation Scale. A one-way analysi.s of variance 
25 
(Anova) was also utilized to compare multiple groups on 
the aforementioned scales. 
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: . . CHAPTER FOUR 
RESULTS 
Data Screening 
To iVerify that no errors had been made in data 
entry, all demographic and research variables were 
examined using frequency analyses. Results from these 
initial analyses showed, four input errors in regards to 
ethnicity gender and age of participants. Following 
correction of these errors, the data were again examined 
using frequency analyses and found to be acceptable. 
Correlational Analyses 
Bivariate correlations were conducted to assess the 
relationship between years employed.by DCFS and scores on 
the Occupational Barriers,to Training, Self-Evaluation, 
Cross-Cultural Awareness, and Organizational Barriers 
Scales. iResults showed that years of employment was 
i . , 
significantly related to perceived occupational barriers 
to.training (r = .368, p < .001), indicating that 
participants who reported longer length of employment 
also reported higher perceived occupational barrier to 
training scores. No other significant relationships were 
found'. ; 
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To :assess the relationship between participants ages 
and scores on.the four previously mentioned scales, a 
second series of bivariate correlations were run. A 
significant relationship between age and perceived 
organizational barriers was found (r = .32, £ < .001), 
showing ^ that older participants reported more perceived 
barriers at the organizational level. No. other 
relationships were found. 
Gender Differences 
To'assess for gender differences on the Occupational 
•.Barriers to Training, Self-Evaluation, Cross-Cultural 
.Awareness and Organizational Barriers Scales, a series of 
t-tests :were conducted using gender as the independent 
variable and each of the four total scale scores as 
separate dependent, variables. Results for these four 
t-tests ;were not significant showing that there were no 
gender differences in perceived occupational and 
ofganizational barriers, cross-cultural awareness, and 
'V 
self-evaluation. See Table 1 for results. 
.' i ' ' - . ' . • • , . 
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Table 1 
Gender Differences on Occupational Barriers to Training, 
Cross-Cuiturai Awareness, Self-Evaluation, and 
Organizational Barriers to Training Scales 
Variables df T 
Occupational Barrier 97 -.131 
Self-Evaluation 97 -.131 
Cross-Cultural 97 -.663 
Organizational Barrier 97 -.466 
Ethnic Differences 
A one-way Analysis of Variance (ANOVA) was conducted 
to assess for ethnic differences in the Occupational 
Barriers to Training, Self-Evaluation, Cross-Cultural 
Awareness, and Organizational Barriers Scales using 
ethnicity as the grouping variable, and the four 
previously mentioned scales as the dependent variables. 
Results:were significant only for the Cross-Cultural 
I 
Awareness Scale (F(5,93) = 3.77,.p < .004) and the 
perceived Organizational Barriers Scale (F(5,93) = 2.60, 
p < .03). Examination of post-hoc tests showed that Asian 
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participants reported higher cultural awareness scores 
than did either African-Americans and European-Americans; 
there were no significant differences between these two 
groups.'For Perceived Organizational Barriers, post-hoc 
tests showed that Asian American subjects reported higher 
perceived organizational barrier scores than did Latinos; 
no other differences were found. See Table 2 for results. 
Table 2. 
Ethnic Differences on Occupational Barriers to Training, 
Cross-Cultural Awareness, Self-Evaluation, and . 
Organizational Barriers to Training Scales 
Variables df 
Occupational Barrier 98 0.360 
Self-Evaluation 98 1.119 
Cross-Cultural 98 3.119** 
Organizational Barrier 98 2.608* 
*p < .05, **p < .01 
i' 
i Academic Degree Differences 
To: assess for academic degree differences in the 
Barriers to Training, Self-Evaluation, Cross-Cultural 
Awareness, and Organizational Barriers to Training Scales 
30 
a series of t-tests were conducted. First, participants 
were categorized as having either an undergraduate degree 
or a master's degree. This variable was then used as the 
independent.variable, and the four previously mentioned 
scales as separate dependant variables. Results were 
significant for the perceived barriers to training scale 
(t (92) = 2.23, p < .02) and the Self-Evaluation Scale 
(t (92) = 3.88, p < .001), showing that participants with 
undergraduate degrees perceived more Occupational 
Barriers to Training than did those with a master's 
degree,and that participants with a, master's degree had . 
higher Self-Evaluation scores than did those with 
undergraduate degrees. See Table 3 for. results. 
Table 3. 
Academic Degree Differences,,in Perceived Occupational 
Barriers to Training and Self-Evaluation Scores, . 
Variables ) df T . 
Occupational Barrier 92 2.236rk 
Self-Evaluation 92 -3.888' 
Cross-Cultural 92 -0.551 
Organizational Barrier 92 0.345 
*p < .05, **p < .01 
31 
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CHAPTER FIVE 
DISCUSSION AND CONCLUSION 
Discussion 
The study examined the perceived limitations in job 
performance and awareness of ethnic-sensitive practice 
among children's social workers working for the 
Department of Children and Family Services in Los Angeles 
County. In particular, the study explored the DCFS social 
workers' perceived cross-cultural awareness, occupational 
and organizational barriers to training, and 
self-evaluation concerning services provided to different 
ethnic,minority groups. 
The perceived limitations in job performance and 
awareness of ethnic sensitive practice in relation to 
occupational and organizational barriers to training were 
found to be,relatively congruent with past studies of 
DCFS children's social workers. This study found that 
years of employment, level of education, and age were 
significantly related to perceived occupational and 
organizational barriers to training, thus posing 
potential limitations on performance and cultural 
awareness. 
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In,this study, participants who were employed with 
DCFS for a longer length of time were found to report 
higher perceived occupational barriers to training, which 
was also supported by Chandler (1992). Similar to the 
results from the present study. Chandler.(1992) found 
that with longer length of time employed, organizational 
and occupational barriers would tend to impact the 
employees perception of the need for culturally sensitive 
practice and training. 
With regards to education, the majority of the 
participants with an undergraduate degree perceived more 
occupational barriers, to training than those participants 
with a master's degree of education. Similarly, Winefield 
and Bariow (1995) noted that children's social workers 
did identify level of education as a, major contributor 
affecting worker performance and client outcomes. 
This study also showed that participants with a 
master' degree had higher self-evaluation scores when 
I . 
workingi with minorities, than those with undergraduate 
i ' , - ^ 
degrees 1. This finding suggests that those with a higher 
level of education may perceive that they have a better 
understanding of ethnic minority issues, and thus feel 
more competent about servicing their needs. This finding 
"34 
also was supported by Winefield and Barlow (1995) who 
found that increased training opportunities and 
advancement in level of education were essential 
components towards self-growth in the field of social 
work. 
With respect to age, it is interesting to note that 
the majority of older participants reported more 
organizational barriers to training than did younger 
participants. Although such findings are not clarified in 
the literature it is possible that older participants 
were better able to identify, and voice their concern 
about, organizational barriers than were younger ones. 
Since this idea is offered only as a hypothesis, more 
research would be needed in order to truly understand the 
age result found in this study. 
Additionally, ethnic differences were found in the 
present study concerning perceived cross-cultural 
awareness and organizational barriers. Specifically, 
Asian-Americans were found to report higher cultural 
awareness scores than either African-Americans and 
European-Americans, and higher perceived organizational 
barrier scores than Latinos. The present findings are 
very unclear especially since the total sample size 
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included;only six Asian-American participants (6.1% of 
the total sample). As with the previously mentioned age 
finding, I further research is needed with a larger sample 
-i - , 
size to islarify these findings. 
I Conclusion 
Posbible limitations to this study include sample 
size, geperalizability, and social desirability. 
Specifically, the small sample size does not allow for . 
these results to be generalized to social workers other 
than thoise working in the Pomona and Covina offices of 
I 
DCFS. Regarding social desirability, participants may 
have tended to respond favorably because of familiarity 
with the! researcher. 
Ovelrall, results from the present study indicate 
that organizational and occupational barriers to training 
and .leve|l of academic degree may directly affect the 
social worker's perception of him or herself as 
I 
cultural'ly competent. In this study, participants who 
reported working a longer length of time and those who 
identified themselves as only having an undergraduate 
degree perceived more frequent organizational and agency 
barrierb to training than did other groups. This finding 
36 
suggests that a higher level of education provided 
through training and continued education can be 
Instrumental In decreasing the perceived Impact of 
organizational barriers on overall training, and thus 
potentially Influence the growth of cultural sensitivity, 
competence and cross-cultural awareness. 
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DEMOGRAPHICS 
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 Demographics 
1. My gender is: a. Male b. Female 
2. My age is 
3. My ethnicity is: 
a. African-American 
b. Asian American/Pacific Islander 
,c. European American 
d. Latino 
e. Mixed Ethnicity 
f.. Native American 
g. Other (specify) 
4. My highest academic degree is: 
a BSW 
b. BA 
c. BS 
d. MFT 
e. MSW 
f. MA (please specify discipline) 
g. Other (please specify) 
I am licensed as a: 
a. Licensed Clinical Social Worker (LCSW) 
b. Marriage and Family Therapist (MFT) 
c. Clinical Psychologist 
d. I am not currently licensed 'y 
e. Other ^ 
5a. I intend to obtain a clinical license in the future 
a Yes b. No . , 
6., I ihave worked for DCFS for _years months 
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BARRIERS TO TRAINING SCALE 
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Barriers to Training Scale 
Completely 
False 
Completely 
True 
1. Caseload size does not permit 
time for training , 1 2 3 
2. . Supervisors sometimes do not 
approve training even when 
It is mandated 1 2 3 
3. Supervisors do not always 
support training 1 2 3 
4. Training bulletins are not 
clear about the content of 
training 1 2 3 
5. 1 have attended all mandatory 
seminars required by my job .1 2 3 
6. The training bulletin topics 
are not relevant to my 
responsibilities at DCFS 1 2 3 
7. Training often does not address 
situations found in front-line 
case work 1 2 3 
8. I often, know more than the person 
giving the training seminar 1 2 3 
9. I can rarely apply what I learn 
in training to my Actual job 1 2 3 
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SELF-EVALUATION SCALE 
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Self-Evaluation Scale 
Evaluation definitions: 
1 Unsatisfactory 
2 Improvement needed 
3 Meets performance standard 
4 ,Exceeds performance standard 
5 Outstanding performance 
Circle the number that most clearly describes you as an 
employee. 
Quality of work: 
How closely does work meet 
standards for accuracy, 
completeness, reliability, 
consistency and care? 
Evaluation: 1 2 3 4 
Comments: 
How closely does case management 
and service delivery consider the 
cultural factors of language, race, 
ethnicity, customs, family structure, 
and community dynamics? 
. : Evaluation: 1 2 3 4 
Comments: 
How closely does work involve 
other community resources in 
advocacy in behalf of relevant 
cultural client groups? 
, ! Evaluation: 1 2 3 4 
Comments: 
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Communication: 
How effective are you as an 
employee in meeting the 
multi-cultural needs of the client? 
Evaluation: 3 4 
Comments: 
How effective are you as an 
employee in expressing and 
understanding ideas presented 
in dealing with families of 
particular ethnicity's? Evaluation: 3 4 
Comments: 
How effective are you as an 
employee in protecting the 
right of children to their 
own culture and to the customs, 
beliefs, and practices that 
comprise that culture? Evaluation 2 3 4 
Comments 
How effective are you as an 
employee in respecting the 
diversity and rights of the 
individual served? Evaluation: 3 4 
Comments: 
How effective are you as an 
employee in striving to understand 
and value cultural heritages 
that differ from your own? 
Evaluation: 3 4 
Comments: 
APPENDIX D 
CROSS-CULTURAL AWARENESS 
SCALE 
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Cross-Cultural Awareness Scale 
Questionnaire definitions: . 
1 Strongly Disagree 
' 2 Disagree 
3 Undecided 
4 Agree 
.5 Strongly Agree 
Members of an ethnic group have a sense 
of a shared past and similar origins. 
1 2 3 4 5 
Human distress is the same regardless of 
the situation in which it is found. 
1 2 3 
The social worker can use the same 
techniques with all clients to counteract 
their distress. 
1 2 3 4 
Members of an ethnic minority group believe 
themselves to be distinctive from others 
in some significant way. 
2 3 4 
Each ethnic minority population has color, 
language, and behavioral characteristics 
that distinguish it as a unique group in a 
multi-racial society. 
2 3 4 
In eth'nic minority cultures, the value of 
the family is usually emphasized over that 
of individual members. 
3 4 
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For Native Americans, grandparents retain 
official and symbolic leadership in' family 
communities. 
1 2 3 4 5 
In Black American families, there is 
limited extended family involvement. 
1 2 3 4 5 
In the Latino community, religion and 
church have an extensive influence. 
1 2 3 4 5, 
In the Latino family: 
Fathers have prestige and authority; 
1 2 3 4 5 
sons have more and earlier 
independence than daughters; 
1 2 3 4 5 
sex roles are rigidly defined; 
1 2 3 4 5 
the aged receive respect and reverence. 
, 1 2 3 4 ,5' 
Religion and the church have an 
extensive influence in the Black 
community. 
1^ 2 3 4 5 
Asian, Americans tend to value respect 
for one's ancestors. 
1 2 3 4 5 
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In theAsian culture, to share negative 
information outside the home,is perceived 
as bringing possible disgrace to the family 
name. 
3 4 
Ethnicity and social class shape life's 
problems and influence problem resolution. 
Parenting classes often fail to benefit 
Black parents because their culture 
reinforces "whipping" as a disciplinary 
method. 
3 4 
Asian Americans require fewer services 
because they tend to have fewer problems 
than other ethnic minority groups. 
1 2 3 4 
48 
APPENDIX E 
ORGANIZATIONAL BARRIERS TO 
TRAINING SCALE 
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Organizational Barriers to Training Scale 
Evaluation definition: 
1 Strongly Disagree 
2 Disagree 
3 Undecided 
4 Agree 
5 Strongly Agree 
The agency provides all . supervisors and service delivery 
staff with annual training in issues relating to cultural 
diversity and competency. 
1 2 3 4 5 
The agency trains its staff in regard to cross-cultural 
communication, culturally diverse family customs, and 
conflict resolution in different cultural groups. 
1 2 3 4 5 
The agency's staff members are continually presented with 
opportunities to examine their own cultural beliefs and 
attitudes to better understand the dynamics of cultural 
difference and interaction. 
1 2 3 4 5 
The agency's staff members learn as much as possible 
about the cultures of their clients and the 
cross-cultural patterns that affect the way in which 
individuals communicate, cope with problems, and use 
survival strategies. 
1 2 3 4 5 
The agency provides staff members with adequate training 
to advocate for programs, policies, and services that 
directly or indirectly impact the cultural groups it 
serves. 
1 2 3 4 5 
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Informed Consent 
The purpose of this study is to explore the lack of 
effective training and awareness of ethnic-sensitive 
practice in the social work profession that contributes 
to job performance limitations among Children's Social 
Workers, working for the Los Angeles. Department of 
Children and Family Services. 
The study is being conducted by Terri G. Lopez, 
Master of Social Work student, under the supervision of 
Astrid M. Reina-Patton, MA under the guidance of 
Dr.Rosemary Mc Caslin, CSUSB (909) 880-5800. This project 
has been approved by the Department of Social Work 2nd 
Committee of,the Institutional Review Board (IRB) of 
California, State University, San Bernardino! 
In the present study, you will be asked to answer 
questions used to measure cultural competence,.along with 
demographic questions. The survey should take 
approximately 15-20 minutes to complete. Please be 
assured that any.information you provide will be held in 
strict confidence, and will be used only for the purpose 
of expanding knowledge around multi-cultural awareness. 
This survey is designed to maintain your anonymity, and 
at no,time will you be asked to identify yourself. Also, 
please be assured that you may withdraw from this study 
at any time..Neither your decision to participate nor 
your responses will in any way affect your employment. 
, The university requires that your consent be given 
before participating in this research project that will 
conclude after June 2001. At this time, you may receive a 
report of the results by contacting California State 
University of San Bernardino, Pfau library. 
Please place a check,mark in the space provided 
below, to, acknowledge that you have been informed, and 
understand the nature of the purpose of the present , 
study. 
("I am at least 18 years of age,, and freely consent to 
participate in this study.") ^ _. Date_ 
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Debriefing Statement 
The primary goal of this study is to measure how 
lack of effective training and awareness of 
ethnic-sensitive practice can contribute to job 
performance among children's social workers at two DCFS 
offices in LA County. 
The researcher will be measuring the proposed 
hypothesis by using a descriptive statistical design and 
r correlations to evaluate employee responses to 
cross-cultural awareness scale, self-assessment scale and 
the barriers to training scale, in the form of a 
self-administered questionnaire. The researcher 
anticipates the findings will help the agency improve the 
treatment received by minority families in the child 
welfare system by improving training and awareness in 
regards to cultural sensitivity. 
Please be assured that your answers will be held in 
strict confidence and the researcher asks that you do not 
discuss the nature of this study with other participants. 
This information will only be used for the purpose of 
this study. 
If you are interested in the results of this study 
or have any,questions about the research at any time, you 
may contact Dr. Rosemary Mc Caslin at the Department of 
Social Work at California State University San 
Bernardino, at (909) 880-5507. 
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LETTER OF AGENCY APPROVAL 
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County ofLos Angeles 
DEPARTMENTOFCHILDREN AND FAMILYSERVICES 
425Shatto Place,LosAngeles,California 90020 
(213)351-5602 
AmrAilLBOCK Be«ect«mnn4ioi» 
etiOMWiiouNa 
nmOhibM 
VVOHNEeRATHWWTEBUIIKI 
Z6VYAR0SMVSKV 
June 2,2000 ThMOMiict 
OCNMMM 
MICHAEL0.aNTONOMCH 
Dr.Teresa Morris nwowrtct 
DepartmentofSocial Woiic 
Cal-Stata University,San Bernardino 
5500IMversity Park Way 
San Bernardino,CA92407-2397 
This letter serves as notification to the Department of Social Work at 
Califdmia State University San Bernardino, that Teresita G. Lopez has obtained 
approval from the Department of Children and Family Services, Los Angeles Counfy to 
conduct the researdi project entitled " A measure of awareness of ethnic sensitive 
practice and training among Children's Social Workers in LA County, Department of 
Children and Family Services and how it contributes tojob performance limitations.' 
This letter also ^ frves as notification to the Department of Sodal Work 
that the Department of Children's Services, Los Angeles County is giving approval to 
allow staff employed by the Department of Children and Family Services to participate 
in this research project. 
If you have any questions regarding this letter of agency approval, you 
may contactTeresita Lopezat(909)868-4409. 
Art Lieras, Regional Administrator Date 
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